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ABSTPACT 

The pamphlet is designed to assist agency aanagers, 
supervisors^ and training personnel in planning for and using 
long-term training opportunities authori2ed under the Government 
Employees Training Act. It presents ideas and general guidance on the 
management of long*term training. Also included is a listing of nine 
current long-term training programs available to Government 
employees. (Author) 
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CONSIDERING LONG-TERM TRAINING? 
ASK THE FOLLOWING QUESTIONS. 



L What sets of skills and knowledges are needed? 

• How can these skills and knowledges be 
obtained? 

• Is long-temi training the best approach? 



5. Where should the training take place? 

• What facilities or programs are available? 

# What facility or program will best meet agency 
and individual training neeus? 



2. How much will long-term training cost? 6. What will the nominee do after the training? 

• In terms of salary, travel, per diem, tuition, 
books, etc.? 

• In terais of current mission accomplishment? 7. What should the training program consist of? 



8. How will 1 keep in rouch with the trainee? 

5. How will I get the work done without the em- 
ployee selected for long-term training? 

• Are there any spaces and fund^ available for g j ^^.^^^^^^^ ,^,^1^ long-term 

replacements? ^^^^^^^ 



V 

4. Whom should I nominate? 

• What are the eligibility requirements? 

• Do all eligible employees knov/ about long- 
term training opportunities? 

• Can I justify my nomination on the basis of 
merit? 
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INTRODUCTION 



Each year a number of individuals with high potential for further growth and development 
are selected by Federal agencies to attend educational programs of extended duration. These 
programs are classified as long-term training, detinod as training received by an employee on a 
full-time basis for more than 120 days in either a Goveriunent or non-Government facility. 

The Federal Gov ernment has used long-term training for many years. Prior to 1958, it usually 
took the form of university courses of study for specialized scientific occupations. With the 
passage of the Gov ernment Employees Training Act, the use of long-term training increased 
and expanded to include the development of administrative and analytical abilities of mana* 
gers and executives. 

Although participation in long-term training is minimal in relation to total training efforts, 
long-term training does represent a sizable investm'^nt in terms of manpower, cost and commit- 
ment. This investment imposes a serious responsijility on agency management to make the 
most efficient use of this unique type of employee development. 

This pamphlet is designed in assist agency managers, supervisors, and training personnel in 
planning for and usinii long-term training opportunities authorized under the Government Em- 
ployees Training Act, It pnrsents ideas and general guidance on the management of long-term 
training. Aho included is a listing of some current long-term traimng programs available to 
Government employees. 
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Using Long-Term Training 



Long-term training, as a unique situation which maximizes the learning opportunity for selected 
employees with high ptnential, may be \ icwed as an investment made in the future and 
strength of an organization. It is one approach to enable employees to keep abreast of changes 
and innovations in their occupational fields, learn now skills, or develop or improve abilities 
needed in current or future positions. The \ alue of long-term training lies in the benefits to be 
derived from a concentrated learning program which not only develops and impro\'es needed 
skills and knowledges but also exposes the participant to new treads and research, fresh in- 
sights, and the expertise of persons outside the public sector. 

The nature of long-term training as a substantial im estment of both dollar and manpower re- 
sources imposes a responsibility on agency management to gi\ e special attention to the use of 
this resource. Agency managers, supervisors and training officers should all be involved in the 
planning and use of long-term training to ensure that this resource is utilized in a manner 
that will best benefit the agency in accomplishing its objectives. 

Generally, long-term training should be used when : 

1. The needed set of knowledges or skills requires a comprehensive study program which 
could not be accomplished by a series of unconnected short-term courses. 

2. The time span for acquisition of the knowledge or skill is such that a concentrated 
long-term program is most feasible. 

3. The set of knowledges or skills is so complex, so new or so unique that it could not be 
readily obtained on a short-term basis from any available agency or interagency source 
or from a non-Government source. 

Often there is an understandable reluctance on the part of an organization to make maximum 
use of long-term training opportunities. Costs of salary, travel and per diem, tuition, books, and 
other related rxpcnses incurred as a result of assigning an employee to long-term training can 
be appreciable. In addition, provisions must be made for the .staffing support necessary to 
achieve objectives during the absence of the employee. 

To ON'crcoirjf this problem, a special pool of manpower spaces and funds could be established 
to support projected requirements for long-term training. Under this arrangement, spaces and 
funds could be more effectively utilized and organizational unitn would not he. forced to divert 
current resources furnished for direct support of their missions to meet longer range training 
requirements of this nature. 



Identifying Training Needs 

Manpower development planning begins with a systematic forecasting of overall organiza- 
tional and manpower requirements. Agency managers should analyze, in one, two and five- 
year increments, organizational cfrowth, expected turnover, and the availability of talented peo- 
ple to carry out the identified agency mission. This analysis can lead to a determination of 
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future work performance requirements and the identification of training needs in terms of 
skills and knowledges necessary to satisfy these requirements. 



Reviews to determine training needs should consider agency program needs and also indi- 
vidual employees' training needs as they relate to the agency^s pr<\e;ram objectives. Long range 
as well as immediate needs should be identified and a relative prioj ity assigned to each. 

After the inventor)- of training needs is completed, the training officer sh<niKl detei mine how 
each training need can best be met — by part-time, after-hours. sh(^rt-term or long-term courses. 
To assure that long-term training is only used in those instances where it is the most eflficient 
or only available means of achieving agency objectives, a justification for the choice should 
be included in nominations of participants for long-term training. 



Publicizing Opportunities 



To assure that all qualified employees arc considered for long-tenn traininc: assijjnments and 
that the best people arc selected, agencies should dcveit)p mechanisms for making information 
on long-term training opportunities available to all employees, suprr\isors, and managers. 
Often, only those employees who learn of a specific opportunity and nominate themselves are 
considered for a training assignment and other high potential employees are overlooked. If 
all superx-isors and managers are made aware of the opportunities open to them to develop 
their employees, identified training needs can be more effectively met. 

Information on training opportunities should include a description including objectives of the 
training, eligibility requirements and limitations and restrictions on the training, such as 
agency man-year limitations, minimum years of .service requirements and maximum time spent 
in training limitations. 

Some agencies publicize training opportunities by a memorandum sent to all field and head- 
quarters managers. Others issue annual broad-range trainini; announcements or special an- 
nouncements on individual long-term training programs which are given widespread distribu- 
tion and publicity. Whatever method is used, manager.^ should he responsible for disseminating 
this information to all employees and supervisors. Adequate publicity can help to assure equit- 
able consideration of all employees and the proper use of the long-term training resource. 



Selecting Participants 



The selection of participants for long-term training is an on[(oing process which involves ex- 
tensive planning in relation to agency goals and to individual career development plans. To 
assure that the best candidates are nominated and selected, selection prf)cedures shoukl be es- 
tablished to inchide participation of supervisors, management ofiirials f espec ially those at the 
top of the organizational structure), training officers, and career counselors. 
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Nominations for long-term training, whether made by individual supervisors or by a career de- 
velopment committee, should include the following: 

— a. statement of the training objective in terms of skills and knowledges to be acquired 

— z tentative training plan, including courses 3tudy or research projects, etc., and their 
relationship to the training objective 

—a post-training utilization plan 

— 3. justification for choosing long-term training as the most efficient means of achieving 
the stated objective 

— a statement that the nominee meets basic Federal Personnel Manual and agency eligi- 
bility requirements, such as minimum number of years of continuous service, maximum 
amount of time spent in training, etc. 

Federal Personnel Manual 410, Subchapter 5-2, prohibits the training of an employee through 
non-Government facilities for the purpose of filling a position by promotion if there is available 
another employee of equal ability and suitability who is fully qualified for the position to be 
filled. Because selections for long-term training, whether in a Government or non-Government 
facility, usually result in increased opportunity for advancement and promotion, selections 
should be made competitively. If merit selections are made, the p<>ssibility of complaints of 
disciimination or preselection for resultant promotions can be avoided. 

In the selection process, the following factors should be considered: 

(1) The relevancy of the trainmg to current and /or projected assignments in terms of 
organizational requirements. 

(2) The relevancy of the training to identified individual developmental needs. 

(3) The timing of the long-term training assignment in relation to the candidate's past 
work experience and management's assessment of career potential. 

(4) Evidence of the candidate's ability and desire to successfully undertake and complete 
a comprehensive long-term training program. This information could be obtained by 
interviews, supervisory judgment, past self-development efforts, transcripts of previ- 
ous training, etc. 

(5) The candidate's commitment to the organization and. to the Federal Service. 

(6) Basic merit principles providing equal opportunity to all eligible employees. 

Nominations should be reviewed by a panel based on these factors. The makeup of the panel 
might differ according to organizational structure but should include management officials, 
supervisors, traming officers, personnel management specialists, and career rounsrlors. This 
panel would be responsible for screening nominations, determining basic eligibility, ranking 
candidates for consideration and making recommendations on selections. Final selection deci- 
sions should be made by the agency manager, on the recommendation of the panel. 
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Using Skills and Knowledges after Training 



If an agency knows what us (?oals and priorities aic, if appropriate selections have been made, 
and training objectives have been agreed upon, plans can easily be drawn up to use the newly 
acquired skills and kmnvlcdgcs developed during the long-term training assignment. 

Prior to the training assignment, a written plan should be prepared stating how the skills and 
knowledges acquired u ill be utilized upon the employee's return. The plan might also include 
a long-range projection of subsequent job possibilities. In all eases, there should he a direct rela- 
tionship between the focus of the training and the utilization of the employee upon return to 
work. * 

Post-trainin? utilization plans should include a description of what skills and knowledges will 
be acquired through long-term training, how these will be applied in teims of added responsi- 
bdities m the empir.yce's current position or in future positions, what target positions are avail- 
able to the employee immediately after the training assignment and in the future, and what 
addUKinal training will be needed for full performance in long-range target positions Plans 
murht also include a statement of any agency plans for Rcoarraphical reassignment or reloca- 
tion. These plans should be drawn up in advance of training assiRiiments so the employee will 
have a definite idea of what position he is returning to and can tailor his studies to the specific 
requirements of that position. 



Planning the Training Program 

Concurrent with the development of a utilization plan, tiie selerted individual, with his super- 
visor's assistance, should develop a written statenu-nt of the h'aiiiinu objective in terms of sig- 
nificant skills and knowledges to be acquired and Iv.w tlu-se relate to identified training needs 
and prioriti«-s. .Vn objective stated in these terms is essential to determining the course of study 
to be pursued. 

.\fter the objectiv e is set, the employee and supervisor should develop, with the aid of training 
perKotinel, a tentative list of courses and/or study projeets to be undertaken during the long- 
term trainini; assi<rnment. .\ rev iew of current catalogs from varimis eolleges and universities 
will aid in determining available curriculum, eourse content and pren-qnisit<'s. and projeeted 
costs for the traininc: assignment. The initial trainini; plan should be detailed enough to pro- 
vide clear evidence of the value of the training to the agency but flexible enough to allow for 
modifiratiftns after consultation with a faculty advisor. It sliould <)fl"er aIt<Miiatives based (.n dif- 
ferences in curricuhim, availability of courses and special i«-srarch projects, and admission re- 
quirements at various schools. 

After a facility is selected, the study prncrram plan shnnlrl he fmali/«-d, with the help of a 
faeuitv advisor, to include specific course ofl'«Miims aiul the time frame in which they will be 
taken. The plan *;honld remain flexible enough to be ni()«lifi«-(l a{Tf»r<Hn<j to chantrinir work re- 
<|uiremrntv and priorities that the agency miulit <'xp''nei)e<' durinj; the emplnv«*e's lon<4-t<'fm 
training avsitinment. 
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Selecting a Training Facility 



After the training objective has been defined and a tentative training program proposed, a 
survey should be made of available resources for accomplishing the objectives of the training. 
The first to be considered is any available Government facility. Several Federal agencies, in- 
cluding the Department of State and the Department of Defense, have special long-term train- 
ing facilities available to their own employees and, by special arrangement, to employees of 
other agencies. 

If adequate training through a Government facility is not reasonably available, the full range 
of nnn-Govcrnmcnt sources should be explored. Long-term training programs winch have 
been developed with the special needs of Government in mind should receive primary consid- 
eration. Some of these programs are listed in tht Appendix C. The principal criterion for 
selection of a facility is the ability to meet the agency's training need cfTectivcly, economically, 
and in a timely manner. Other factors to be considered arc: 

— comparative cost 

— geographic accessibility 

- — availability of special facilities (laboratories, libraries, etc.) 

— curriculum content (including prerequisites for the proposed study program and de- 
gree requirements) 

— availability of training at a particular time or place as is needed. 

Often the selection of a particular facility over others of comparable quality will be determined 
by the opportunity it offers for the employee to be in contact uitli and participate in current 
research being carried on in that institution which is significant to the agency mission. Many 
agencies ha\ e established continuing relationships with institutions that have developed special 
curriculum to meet agency needs. 

Because long-term training should not be undertaken for the .sole purpose of obtaining a degree, 
the facility chosen sh ould be one which will allow the individual enough flexibility to tailor 
studies to the learning objective rather than to degree requirement.s. Individual preferences 
may be taken into consideration but should not be the deciding factor in the selection of a 
training facility. 

If an acency has had no previous experience with the facility, information on its competency 
can be obtained from various sources: 

f 1 ) Other agencies whose employees have been triiined at that facility. 

(2) Individual employees or groups of employees who arc experts in the field in which 
the training is to be given. 

(3) Professional groups. 
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ae or natinnul accrediting associations. 



['}) Dcpartnuni of Health, Ilchuatiun and WVlfarc, Otlicf of lldiication. 

Fccleral agencies are prohibited by law from selecting training facilities that discriminate on 
the basis of race, religiun, voUn- or national origin in admission or subse<iuent treatment of stu- 
dents. In those cases where the facility selected iliscriminates en the basis <if m-x, i.e., a n(.nco- 
cducatinn institution, the auency must assure that there is no discrimination within the agency 
in the selection of candidates resulting from the choice of such a facility. 



Maintaining Contact 



.\s part of the (n-eiall training and utilization plan, provisions should be made to maintain con- 
tact with the employee during the training assignment Altliough tlie learning process is 
strengthened l)y nrminvolvement in daily work routines, a total lack of o.mmumVation can 
create anxieties abcnit current agency occurrences and their impact on the employee. 

A pre-training visit to the facility may be desirable to allow the indi\ idual and his superv isor 
to consult with a faculty advisor on proposed courses, research, study projects and other ac- 
tivities available to best achieve the stated training objecti\e. Subscciueni \ i<its bv tht- super- 
visor or other officials can be made to discuss the training program, the empl«>yi.r s progn.'ss, 
and any modifications that need to be made in the program. If the i;eograpliic location of the 
facility makes personal visits impractical, written and telephone contacts sliould bo made to 
both the employee and the facility to ensure that the training ohjecti\e i> being met and to 
make any necessary changes in the study program. Periodic contacts can :iUn pn>vide an on- 
going evaluation of both the employee's progress and the \aiue of the long-icrm training 
assignment. 

Communications, whether agency or employee-initiated, need not f(.cus entirely f.n the training 
program. Persons in a training status are still airency employees and ouuht to know of any sig- 
nifit ant development at the agency that may be of interest nr afTrct them. Some agencies keep 
their long-term training participants aware of asjency happenings by routinely sending them all 
current agency issuances. 



Evaluatir g the Results 



To realize an a[)propriate return from the substantial in\-estment required for each long-term 
trainin<j assiirmnent. asrency management shouhl devise a formal e\aluation system which will 
assess the impact of the trainm<j experience and identify areas where improvements are needed. 
\ formal e\ aluation system .should : 

1. Determine the value of the training as it relates to the training objective and the agen- 
cy mission. 
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2. Identify new ov improved skills demonstrated on iho job by the participant. 

3. Measure the degree to which new skills and know ledges are being utilized. 

4. Determine th** competence of the facility in pnaidinu rlTeciixi' training. 

lAaluatit >ns should be cumpleiod by the participant, his supervis(M\ the j)artiripant*s advlNor, 
and training peisonnel at specilicd intervals. 

Durini: the trainin? the participant, the supervisor and the participant's advi<;or at the training 
facility ^h<>uUl regularly review trainin*: (objectives and progress in meetinii these (objectives. 
.Xj^pn^ximately ouf month after return t^ work, the employee should be a^ki-d for narrative 
Comments on the f blowing: 

1. If the stated objective of the training was met. 

2. What now skills and knowledges were acquired. 

H-^w the new ^kill< and knowledtie^: are bcinu utili/cd on tlio jmI) if ihtA an' nor bt-inii 
utili/c<L a description of the factors preventing: full utilization). 

4. If th(' <ttidy program met needs and expectations in relation to the .stated objective and 
to the iudi\iduar.s career development. 

5. What tvpcs of cr>ntact^ were maintained. If thrv were *;t lf or a^iency-initiated : about 
the study j^ociram or job-n latcd matters; meaningful and useful.^. 

6. How the trainin? could have been improved. 

7. If the .skills and knowledcies could have btrn obtained in some other way to equal or 
betirr ad\aniaue and al l<vs nwi tu the a^Mu y. 

8. If the employee would recommend continued use of that facility. 

Six months aft^r tin- rrnplovee\ return, the rtirrrnt siip<^r\ i^^r should b«" :\^kc(\ to evaluate^ job 
performance tousM^sN th<M*treciiven(^<^ of the training rec<Mved and its applicability to the ctir- 
rent job assignment. 

After the^e evaluation^ are completed, the training officer <^hould \\<c the individual a^^e^sments 
of the training to analyze the vahie (of tlie specific training. The training; ofheer should 
al<o provide ftv^dbaek to the facilitv ti<;ed on the au<*ncy (A-aluation of th<' <'fT<vtivenes>^ of the 
training prov ided. pAaluation^ M>Mth employee and supcM * ^^*r^ of all such trainini: *^honld <rr\c 
a< the ba<iv for trainiuLr officer propf^sals to top management on the continued use of loncr-term 
traininir to meet agency r)bjectives. 

Kvaluations r J the tuili/ation of skilh and knowlerlLM^ acfjuirerl flurinir tlie trainini: assi-m- 
TtM^m .should be cc»mplet(*d by the .employee and the Mipervi^or at six-month, on*' and two-y<'ar 
intervals. 

.Aaenev manairement should use the^e evaluation^ and the reeommendation^ of the traininc: 
oflict-r t'» srt future prioiititN and invrstment leveN fo loim-tcMm trainijrj afid to determine 
fimirc developm<Mit and utili/atirm of the participant. 
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Maintaining Records 



In order to provi(U' a basis for dotormlnlni; the value <>f a tralnini; assignment and the fumrc 
nse (^f this reMuirce, rec(^nls shouhl he kept <>n earh lMnu-t<Mrn training partiilpani. In addi- 
Mon tn the infurmatit>n recinirt'd to submitted on lMim-t<*iin tiaiiiiim Standard Form 10. 
Appmdix A , auenciex sht>ul(l <lnrtmient all inl«>rmatinn .ibmit l«>nii-t(*rm trainlnir partici- 
pants that will a^^i^t them in evah;atinn the l«»nu-term traininu aNsiiin»>iau. A sui^uested for- 
mat for recorilinu' informaticni (»n lt>ny:-term trainim; is shown in Appendix B. 



STEPS IN THE MANAGEMENT OF LONG-TERM TRAINING 



1. Top managancut deteniiines tiaiiiinj; needs and 9. I raining Ofhre submits plan and application to 
priorities and sets tc^tal l<>ng-ten!i liaiiiiiig iiivest- laulitx direalv or through s{)onsonng unit to 
ment level. facility for admission. Arranges for payment of 

tuition, fees, travel, etc 

2. Training Olfne publicizes long-term training 

oppo!tunitus to all manageis, supervisors and 10. Knipl^v.ee and supervisor mnsult uith a laculty 

viupln\ctN .*{ a tiuu- rail\ uu>uiili to allow tor adxisor to linali/e training plan, 
widcspic-ad diNHinination of information. 

11. Supervisor and emplovee establish system for 

3. Sui)ervisor aiul emplovee ilevelop tentative train- maintaining coiuact during training, 
ing plan and post-training utilization plan. 

12. Emplovee, super\isor and faculty ailvisor peri- 

4. Super\is<H (or mixw de\elopmcnt lommittec) odiialK i-\,duatv tiaining piogram an ceding to 
nominates emploxecs. stated tiaining objective. 

fi. S^ititi<»n panel re\ieuN n<munations and makes \:\. Tpon emjjloxee's return, emplovee an<l supervisor 

i:'(oinmendatioiis. e\aluate training assignment and jK)st-training 

ntili/ntion. 

6. AgencA head makes tmal deiisiim based on panel 

iti<»mmindatioiis. 11. h.iininu Olfm- anaU/es e\ NiatiouN. pio\i<UA 

fee<lba<k to facilitv and re»ommends future 

7. riainimr Oilnv iioiiiu-s supeuisois and laudi- trauiing investments and fiuther development of 
dali^ ol seU'ttion mad( . long term training participant. 

8. Training OHi(e leviews nfiminee's training and 
utili/ati<*n plan and irtotumend^ facility to be 
used. 
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STANDARD FORM \0 



APPENDIX A 
TRAINING REPORT 
SECTION 18(d)(2) 
GOVERNMENT EMPLOYEES TRAINING ACT 

(Public Law 85-507) 



INSlHfCTlONS 

Thi«i t.iJi. he srp.iratf a.taihinrnt t-a-h si ti's Tt.iwuti>» Ktxalatj.ujs This f.»im will bv i»»tpaitil wi 

nHt»!> .in!:MaI t'j'-it .»f tiaiiunii. aS irqviUf.i bv the G»v ttti sulVuirnt mMntit\ tor thitr (i) v^Mt-s tv» Irish tht CjvU 
mtnt Kn»i''.ov Tr auuu^ Ait. atul w»U ht* ustil Mtilv fur Srt\ue Ci»^utujssu»H. »u»t latrr than SfHtM!»l»tr I i«t thr \\\*\%\ 
frjuiftmn tht* i::f.n li.atum it-quHfii hv %ei tmt» 18(a)(2) wf the yt .ir fnlluAmj* that i-i.vririi in tht- rt-pMrt 
Aot and hv SfCtu»n 39 20^(b)(2) i>f thv Civil Sirvur Comnus 



Thr ju-rs-n i.aninl brlovv (n«»t a stuiirnt »n a w«iik studv pro>;iain) rf^'rivftl more than «>ne hundrrd t^vrntv days of training. 
in li«'at<-d. bv. in. «ir thr.niijh ;i non Gi>M*rninrnt fanhtv during thr tiso.il vrar . ^ 



i NAME 



I /niiia/l 



4 G^^Ar'E 



6 UiiTY ^»IATlON a: UMtOF As«*.JGNMENr TO T^^AJNlV; 



7 pt^lMARY O'JTIES 



8 Tf^AlNlNG J-ACILilY </c/«»nf.^v h fm r/rlv. iJf«»up t*r /i^fvm priividrniJ rrArnm^X 



9 TlTLtOf T •'GAINING COU»*'>E AND PLAt E GlVt^4 



S.Pfft.-SORY Oft MANAGtMfNT 



12 CO.! GO.Et^NVltNT 



TijlTlON 



^'tLATt:) FEf. 



TRAN^iPORTATJOH PtH tUM 



•j '.TATE B»*llK f THE f^tlATlON »"IP Of tHt * ONIfNt OV ThE TRAINING COURM TO THE EMPLOYEES O^f K lAl OUUE • 
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APPENDIX U 
ReCORD OF LONG-TERM TRAINING 



NAME 


PA rE 0*^ B'KTM 


Y r AK<:. OFF enc ral 




fA*> niO^J tiTLL. «^rPieS. Gf^AOE 
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APPENDIX C. SELECTED LONG-TERM TRAINLNG PROGRAMS 



Incliulod in this appendix arc various special hroad-bascrl procirams designed to meet the needs 
(♦f niiil-carccri>ts preparing a'^sunn* lui:h-lovcl pnlicy-makinu: and management rcsponsibiH- 
tics. Sane i»f thi'M* programs are \ ahial)le resources wliieli .lueneies w ill want to consider as 
they plan and implement i-xecuti\e de\'elopment ])roiiranis under tlie (iuidelines for Kxeciuive 
Development FPM Letter 412-K dated October 8. U^Tl . [ Wis is by no means an exhaustive 
list of all (»f tlie lonu-term training opportunities auth(»ri/ed under the (government Employees 
1 raininfj Act. 

In addition to ih()>.e listed are two proorrams sponsored l)y indiv idual auencies primarilv for 
their own eniplo\ees. Department of State otTers lonu-trrm trainim: tt^ ii'^ own employees 
ami. by sptTial arranumient* to employees of (»ther aireneies tluouuh the I-oreicrn Ser\-ice Insti- 
tute, in tlie tii'lds of foreign affairs, ectmomic training, lan^nact^ studi(^^. and area and country 
Miidirs. Intornuuii»n nia\ hr nbtaimnl In C(»ntaetini[ the Ofiice of the Reiristrar. Foreiim Service 
In^titut<\ Dt^pannient of State. Washin-^ton. D.C. 'J()*)2(i. Special programs are also sponsored 
by th(* De))arttntMU of Defense primarily for militaiy emplnytvs. such as the National War Col- 
lege, the Xaval War C'olleue. tl)e Industrial College nf ihv Arnnnl Knrct^. ami Mmrd Torci-^ 
Staff ('ollece. Information on these programs can be obtained from the Office (^f the Assistant 
Secretary of Dcfi^n^^e. Manpower and Res^eive Affairs. Pentas^on. Wasliinstcni. D.C. 20301. 

Many universities offer specialized trainint? for careerist*? in the public sector in their regular 
graduate di*irreo prnmams. There are also lon'j-tcrm training programs arramnul bv agencies 
for their own t-mploy<rs dt*si:^MU*d to meet specific a'^^^ney n(*eds. Infc^rmati^n nn ihesr long- 
term trainini; opportunities may be obtained through individual aijency trainins: offices. 

The Alfred P* Sloan Fellows Program 

Sponsor: Massai !iUN<'tt<i hiNtimte of r(ThiioI.>c^v 

Location: Slo.iii Schnol of Mana^nncnt. Camhritli^e. Massachusetts 

Tduraiitm: I ucUc nimitlis. June to June 

Put jKise of the Program: 

The AUifd IV shMu r<'lln\\s riu'^jam is thsimutl ft»r a liniitMl minU)tr ol tMttipctcni \uun'^ f\<'( mixes 
\\ljosf t in|)|ii\<'iH U'itniii.ttrd llu in tu tin- j>i*iui.ini littaiisc ihrii pt-i Inuiiaiuc un th( |ul> iiuii^att's si-nini inan- 
.tucmciu ptiitiiinl I lusf sS).in li n ^pciul tut*l\f ni'UitliN with tlu* larultv tin! with |-iili< \inaki rs 

ill ititiustn arui (.Mvcinnu'iu tu stiuK the ihtni\ autl jJi.KtKctii ('ll((ti\» aiul ic"*|H>nsihU* uiana^nm'nl ilc(i- 
Nioiis in .1 lapiilK ( hau.^iu'^ su(ici\. 

The Piogram: 

*lh< j'Hfji.iPi i full an«l (it ih.UHh'n'^ \r:it. iahiii'^ r\te«nsi\r ic.Hlin'^. nititj] .iriil\His. :ni<i n<tive 
ji.trti! fp iti«i!i i?i i 1 .N^e-^ ilix .m<l tiip**. Ihr jmhim- Uf»!k i^ .iii.muctl tu \\\rv{ \hv nqinieiiM*tit> 

Jut r!:< •!< ■.??♦(• 1 1! M.istri m1 Nif iMc in Ir<i.:srml M.in.tu^tix tit. IIh m' (!•» :"»t uinl ifiU.irdx thr de'^ree 

Miav sfU'c t ,iu imiixiihuil piMhlctn ui vni./Iti siupc aiit i siil^^t it utc ailtliti* inal < » »insc u« »i k 1' «t the lh« si^. 
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The summer term jinnides the foundation of knowledge on whidi the fall aiul sptiu.u terms continue to 
build. It is an inlMHliuiion in tuudanicntal uianageuient and eionomii piohlenis. nicthiKK ol anahsis anu 
concepts of aciouniabilit\ and loniiol. and it alM) includes an intensive onc ueek lahoratoi v in group d\- 
namics. In the fall aud spring terms, mobt of the work is dirccth or indiiettly coiuerned with managcmeiu 
and administratioiL 



Qualifications and Selection of Nominees: 

There is no rigid requirement of a particular educational or industrial background tor pauicipatlon in 
the program. Individuals with both technical and non-technical hackgmunils mav he nominated. Nominees 
should liave completed a fourvear course leading to a haiheloi s ilegree in a recogni/ed college <n uni\eisitv. 
Academic experience and record must be of a tvpe and qualiiv inilicating abiliiv to piulu Irom suuK and 
discussion at an advanced level. Nominees should have from hve to ten vears ol experience after completing 
their academic education. Some part of this experience should indicate the applicant s abilitv to carrv mana- 
geriak as contrasted with purelv technical, responsibilities. Nominees are usually at grade le\el GS-M and 
above. 

Candidates are nominated by American and foreign companies, both large and small, as well as bv 
Governmctu agencies. Participants are selected bv M.I.T. on a cc^mjxftitive l)a!>is. not more than fifty a vear. 
.Applications should l)e received by M.I.T. prior to March 1. 

Information: Executive Programs 

Sloan School of Management 
Massachusetts Institute of Technology 
50 Memorial Drive 
Cambridge, Massachusetts 02139 



Education for Public Management Program 



sponsor: United States Civ il Sitvice Commission 
Duration: One academic year 



Purpase oi the Prc^am: 

EPM jHovitles for a nine month n sidential academic i sperietue ;it one of nine ixuticipatini» universities. 
It is desij;ned to seive the ti.iimng and development wwiU ol intlividuaK who aie.it niidiamr .nul who ha\e 
been lareluUv idintihed bv their ajjem its as having the talent and potential to avsumc imuMMos rf>j>on>i 
bilities in the overall diiection oi ajjency programs and policies. 

The emphasis is on academic programs which meet the needs of the in<U\Ldiial ami the emplovin?; agen 
cv in areas (»t nianagi nient pHnesses and uieihods and snbjedN lelaied in the mission ikl the ageniv. I heielore. 
the piogiani is aimed at beitei mastei v and iniderstanding nl how to ideniHv and achie\e oigani/.itional g«>als. 
mobilize and alio? lie resoni I es. and evaluate results. Ihis in( hules the iippoiiimit\ to explore broader <li* 
mensicins ol organi/ati<>nal activitv. to improve interdisi iplinaiv coheience ol decision m.iking and tn look 
toward fntnn* oigani/ational directions. 

F.PM is no! dt^^iuued to Ik* n deirree piogram and should not be inulertikcu ful* the soK- puipise of 
obtaining a degree. Tlie piogram ptnxides .i unique nppniiuniiv t<» use uni\ersit\ iesiun<ts lle\ihlv t<i learn 
in a wav that pinmotes individual i.neer develnpuient. Oicasiuuallv tlK*se learning; programs ni.iv l(Md to- 
ward a degiee but nnlv when theri is a < lear (onsistencv b<tweeu the indi\idua|\ eam-i <level<>puuut plans, 
agencv needs and the degree rixjuirements of the j)ariicular imivetsity. 




The Prognuii: 

The foHowiuj; iini\t*iNitits cooperate with the U.S. Civil Service Commission and sjxmsoring agencies in 
the Education tor lUihlii Management program: Cornell. Harvard, ItidiatKi, Massachusetts Institute of Tech- 
nology, Princeton, Stantord, University of Southern Califoniia, University of \Mrginia, Univer- 
sity of Washington. 

Each participating univtr.sity has an tPM program advivu, a full tinu* faiult\ lucui! i\ who phuides 
aid to pariiiipants in their prngiam planning. I he adxisor alv) scivcs as the liaiNon with agcniy manage- 
ment and the U.S. Civil Service Commission. 

Eadi um\eisily provides a core seminar for KPM participants which brings them together to f(Kus 
(m amnnon isNUiN in pubh'c affairs and administration. I'lie seminar also pro\ide> for a meeting place to ex- 
change ideas aihl liiau nn the exi)erience of mature and successful men and women in government. 

The participating universities h.ave arrangeil for mid careerists to be admitted and take courses wMthout 
regard for main of the usual academic prerequisites. 0)urses usually can be taken on either an audit or a 
credit basis. 

.\ variotv .»f f^hor developmental activities are planmd for EPM participants, sudi tKcasionnl field 
trit's .ind Mieuj^ ws^Imjjs \\\{][ viNitiiri; ^ih<»la:s and public f)fh(ials. Iheie are huuheons. social activities and 

ii: M h- )« i! ^ •< i i.i! [ : - 'ji .t.iiN b ^J>^u:^t•^. 

i^aalifu.Jtions a ul VUitiun cf Nominee^. 

.\'»!niiJ.nioiw t »i p.mh ipation in the KIWI piograin are made to tht U.S. Civil Service C/mmiission bv 
oHitiaS^if the eiupltninu iirpaitmentN nr auimies earlv in the vear Self nominaiioUN (jr nominations l)v oHi- 
ciaK nf sub-unitN depaitiiients ui agencies cannot be accepted. An individual considered for ncmunation 
sliould: 

• have a minimum of five years civilian service. 

• he in the (iS-I2 to (tS-l I range. Noniinaiions will be considered for cmtstanding GS-l Is and GS- 
15*s who might profu from a university studv experience. 

• have an ability t(^ reascm in the abstract, and orgamVe and articulate ideas. 

Information: Office of Career Development Programs 

Training Assistance DiviNion 
lUireau of Training. Room T^ilT 
U.S. Civil Service (iomuiissicm 
Washington. D.C. 2nll5 
(202-632-7G22) 



Education Program for Federal Officials at Mid-Career 

S|K)nsor: I^rinceton University 

Ijocation: Woodiow Wilscm School of Pu!)lif and International Allairs, Princeton. New jeisey 
Duration: One academic vear from approxiinatelv September 1 to June 1 

Purpose of the Program: 

The \VfK>dro\v WiNon S<hcK»l of Piinceton I'niversitv has ch velo{K*d a pmoram *»f niid(aic»er education 
for a small group ol publii >eivantN who have deiuimstrated hij^h (ompetence ami unusual pn^inisc. 

In public atlaiisand puf)lir adminiNtration. theie In hcith the pmbleni m1 iibsolete knowledge and the 
need to fdl NigiiifHant gaps in the basi( underNtanding of j>ersons moving up the bidder ol ies|M)nsibiUtv fiom 
lelativelv spenali/ed aitiviiv to the handling of broader tontepts and InnUcs. 

rhr \V«Midiiiw \ViIv>n Sduvjl is stalled atul oigani/cd to enable miiltartrr officiaK to enlarj^e their 
knowledge in panic uLu diM iplinc.»s. to relate their fieldN ol spec iali/at ion to the bioadei conteins ol Covcrn- 
' ment. and to shari>en their capacity for cibjective analvsis of governmental problems. 
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The Program: 

In planning \]w aliuatioual projriani. the nuil caner ofFuial will he free to choose from a wide and 
varied Net ol imuscs and scMUniais. Spaial anas of program interest are: International atlairs: American for- 
eign |>)licy and national seciuity allairs»; economic giouth and poliliial chatmes: luban aliair^: and economics 
and puhhc pohcy. ^ 

llie formal lonrses. seminars, and i>ohc v workshops are supplemental hv j^horter poHcv conferences from 
imie tf) inne with sdiobrs trom die Piimeton laudtv and <\peiiemed adniinisiraior^ from Tedcral. State, 
atiil hual go\eruments analy/mg ciurent and emerging prohletns of public iM»lin. 

Tl^^ program of eaih mid-career ofliiial is fiamed h\ the individual, after considtation with menihcrs 
ol the sdiool s tacullN to mm the individual s tareer needs. No spailu n^miuars or courses aie required the 
dioue nl (ourses is the nidividuars own. Each mid-career olHcial is encouraged to take those seminars which 
will luiiher caicvr i eNeh^ptnent. or to take less formal woik and in dig deeplv through independent read- 
ing. inmiiiA. and ohseiAatiou into thon- problems of the public serxice with which the individual is 
csi)eciall\ concernttl 

III additi.HK the srho<il will normally expect that each mid-careerist will undertake a thoughtful essav. 
It IS the purpose ol this writing excTi ise to help the mid caicriisi sliaiiR-n a hnus ol thinking, to briuo m 
hear on the ess.u some ot the iinp.irtani ingredients of previous experience, work at the school, and the indi- 
\iduals own miagmaium and analytical powers. 

Qualifications and vSt lection of Xominees: 

Nominees au (\pcuted t.» be persons of pr ncM) accoiiiplislunnit whose agencies, bv endorsing their 
apphcatioii. niatiilesi belief that they are leadv {nr policy making ami maiiaoeiial iK)sitioiis lu-ar the toiVol the 
Federal career m iauc*. Nornialh ii.miiiices will have adiicAed a pf)siiion ul at least the (.S-l I lexel Noiiii^ 
nees must be eager to bnudc^n their outhv^k beyond that of a particular stKrialtx or imlixidual aueiVx in 
pnpaiatioii for undertaking larger and more complex respfinsibiliiies in the public seivice. 

Agencies aie toepiestal to submit nominations to \V.H)drow Wilson Sihoo] prior to February 1, in order 
that selections b\ rriiueioii may be announced on or aliout March 15. 

Information: Director of the Mid-Oireer Program 

Woodrow Wilson School 
Princeton University 
Princeton, New jersey 08r)40 



Federal Executive Fellowship 



sponsor: linjokings Institution 
Location: W asfiini^ton. D.C 

Duration: I Ik l( nv»ih ol the |ell«)Wship will be determined by the raiidicbte. the sponsoring agewv, and 
IJiookings. based ujXMi the nature and s<r>j)e of tlie pioposc-d project. I suallv, ielhnv.ship ap- 
jM>inimeiits an- made for the duration of cme >ear. 

Fui|K>sc» of the Program: 

The piogiam has twy basic pur{x>ses: (\) to iiu lease the* knowledge, pioficieiuy. and skill ol senior civil 
servants: and {2) tei jieiniit goxernmeiit executives to make research contributions iopul)lic iK>licy issues. 

The Program: 

One or two fellowships are available each \ear for those wIh) would like to haye a learning exfwienco 
in the ednc ;itioiial aetiyities (onduded bv BuMikings tnider the Achaiued Sind\ Pie)sxianL In tliis prograni. 
the Ic'llfiw will l>e e\i>oMd to and panic ipate in the plaiintng. dcAC'lopment. and conduct ol c^huatiiiiial eon- 
fereiueson public policy issues lor leaders in public and private life. 




llie fiUowship offers an unusu;il opportunitv for independent research and study. The proRrani is 
huMcallv uu>muUUiHU in order to provide lach fellow niaximutn fretdoni to pursue a study project. No 
Icniual srrics «>l siininais oi iouims ispriuided. However, fellows arc ailoidcd op|)oriunities to attend and 
participate in louleicncis and seminars scheduleil hv the Institutioiu Fellows also have access to UrcKikings 
siaif numbers on an indi\idual hasis for Kuidanee during tluir research. Periodic* nieetiuRs of the fellows are 
lield to prcnide an op|x)rtunitv to report on progress and problems and to expose the fellows to some of the 
work in progress at Brookings. 

Qualifications and Selection of Nominees: 

Executives nominated sliould have a niinimuiu of ten vears of career service and a demonstrated ca- 
pacit\ for inde|)endent research. Kach canihdate nuist submit a plan for prtJinwd research. Projects should 
be in ilie fields of Ur<M)kin,i»s research activities (economics. oo\cnuncnt. or toreign policv) and should be of 
such scope as to lecpiire Ironi six to twehe months of researih and to result in useful reports, articles, mono* 
graphs, or !)0oks. 

Pros|)ective fellows must be nominated bv their agencies, rederal agencies are expected to pav the 
sidaries c)f the filhms dining iheir fellowships. .Agencies max pa\ salaries ol fellows under the Govennnent 
Eniphnees I raining Act. State and local goxernment emplo\ees arc also eligible, if the sponsoring agency 
has authoritx to pa\ their salarie?i. and living expenses if recptired. during the fellowship. 

Nonnnations. acionipanied l)v completed application forms and researcli plans, arc* accepted on a con- 
tinuing l)asis. I cHowships max begin at any time to suit the sduilule of the individual and the agenc\'. 

Itiformatton: Director, Advanced Studv Program 

The lirookings Institution 
1775 Massachusetts .\venue. X.W. 
Washington, D.C 20036 



Fellowship in Congressional Operations for Executives 

sponsor: U.S. Civil Service Commission 
Location: Wasliington. D.C. 
Duration: One year 

Purpose of the Program: 

Tin's Fellowship is designed to provide an opjxmunitv for vnne of the mo^ promising young Federal 
executixes u> aicjuire a llioiough understanding oi congiessional operations. 

The Program: 

Persons selected will participate in a variclv of assignments designed to develop their knowledge and 
understanding of (ongreN.ional operations. \s Fellows in>in cAtctitive agencies, thev will share activities with 
other members of the Ouigres^jional Fellowship IMogiam who come niainU {rom jonrnalisni. law. and ccjllege 
teachhig. Ihese activities inchtde: 

(a) Attcndaiue at an intensive and comprehensive Oric ntation Program on the legislative branch con* 
ductal bv the American Political .Science .Association in preparation for later work assignments. 

(I)) Fnll-tinie woik assi!»nnients in the offices of Congiessnien and Senators and with stall members of 
ccjngressional connnittees. 

(c) Panicipaiion in weekly seminar meetings with leading congressional go\ernmental and academic 
figures. 

Front these and other planned experiences Fellows w ill be expected to gain: 
(n) I borough knowledge of the organization of (imgress. 

(U) A well-balanced understanding of the legislative j)io< ess and the factois and forces which influence 
it. 
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(c) Some consres^icmal perspective of national i)bjecti\es aiul executive braiuh oj)eraiions. 

(d) A sound «iasp ul the MujH' ami variety nf longicvsioual ie.s{K)usihiIilies ami llieir lelationship to 
Uie total pime.ss ot goveinmetu. 

Qualiiicatioas and Selection of Nominees: 

Nominees Un this leilov\>hi|) shuuKi he carnT cmplnvre> in tirade tani;e GV.IU through f;?win or 
enuivaleui. l.aih ol tluiii sliuuUl hi in a mana|L«eiial or ixeiurive jKisiiion. or he likelv to he assij^ned to smh 
pusitions in the lucnie. heterenu* is yiven to iliose who atr taking pan in an ai»en(v\ own executive de^ 
vclupment program. Ni)nunatinn> shnuld l)e tonipU^ied ami all inhtrmation leieiviurhv the (;eneral Man- 
aijetnent I raitnuy Center. Uiueau ot 1 raining. Civil Service Commission, by May 1. 

Inftirmafton: General Manapfemetu draining Center 

Hureau of IVaininj; 
Room 201 

U.S. Civil Ser\ice Commission 
1100 17th Sueet \.W. 
Washington, D.C. 20036 



Maxwell Mid-Career Development Program 



Sponsor: Svracus(* Tnivcrsity 

Location: Maxwell Graduate School of Citi/cr.ship and Pnhlii Affairs. Svraruse. \evv ^ ork 
Duration; One or more academic terms 

Purpose of the Program: 

llie Mid-C !;neer Development Program hns heen desitjned to increase the managerial knovvledj^e, ahilitv, 
and skills of expericwed ij"vernment ofhrials whn hiwr heen identihed hv their aKeniies as having i)otential 
for advancement to higher positions demanding )rogtessivelv greater managerial and ex( cutive resiwisihilities. 

The Program: 

Participants in the program will normalh take four nr five m wester long ctiurses. Two coursc»s arc 
' squired: 

T \e Mid Career Traininsi Group 

I I is coiuse nuets for a full week print to tin* heKinning of the semester, and wt»<*klv thereafter Tlie group 
piovidrs ari op|>oiinni!v lt>r nii<l (aiceiiMs with dilliinu hackgiounds to exihauKe piolessional experience 
an<l aspiiationv to piovidt- hedhatk ll^aldin« the (unent learnini; experieme. and to plan programs of 
individual and Ktoup study. 

The Executive Anion Course 

Prior to ariival on the campus, each tr.iinee will have (omphted a personal "inventorv of learning needs'* 

whi'h will prnvid(^ im|M»!tant uuidaiue in shapinir the exetntivc action course. I he pnijHw of the loiuse is 

to hriuij toqethet tUMlrrn appioaihes to management wiih the actual piohlemsand ptaititesiif the agenc^,4;^^-/* , 

represented in themidcam r pjoKiam. I he topics to he covered, ihr lelative amount ol time s\Hm on eacH;*^-'^*- ** 

and the technicjues vvuh which the topics will he handled will l)e deleiminecl hv the Mid-Ciaieer draining 

Gioup and its faculty facilitator. 

Hevond thesr two hasir seminars, participants ate c^nconrayc-d to avail themselves of the fidl resources 
of the rniveisitv. and will \tc assisted hy a faculty facilitator in assuring that the prnyram meets their needs. 

I'he s|X)nsoring agencv mav wish to recjuire certain courses or emphases, or even s|x»cifv that a sjicTial 
scnu'nar he instimicd ln\ iis people. fhAvc vc-i. most ol the n spoiisihilit v h)f the Icafin'ng iniMlel will l>e left 
to the individual. 
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Qualificattoas and S^vlcction of Nominees: 

Whilf \hv pioi't.im is t<»mliuutl on a graduate lt*\ti omnncnsutatc uiiii \hv sUuhUmU of the Maxwell 
S<}uM*K no uiuU-ri»Miluaif dejjiee is retjuiretl lot paitit i|Mtinii. 

Getierallw those uiosen have hail sljunifiiani UN|M)nsible administrative e\{K»rieme, and have heen in 
vjtailes (.S-IS thtoimh (.s-^lTi. F.cjiially hiijh peifonuanie has heen aihie\ed hv lH)th ^eneralist adininihliators 
and diose With ptedonutMntU teihnical exjHiience j)tioi to pariiiipaiion. 

AppHtations are aaeptcd on a lonMnuing basis. 

Informatton: Nfaxwcll IVaininR and Development Programs 

Cimtinuing Kiliuation Center tt.r the Public Service 

loy Roncv Lane 

Syracuse, New York 13210 

Practicing Engineer Advanced Study Program 

Sponsor: Massachusetts Institute of Technology 

L^Kation: I he M.l 1. Center for Advanced Kngineering Study, Cambridge, Massachusetts. 

Duration: One t)i mou aiaiUmii' terms: the total {HTicxl spent bv an individual in the Piogram will ilepcnd 
on his objecti\ev However, fta most j)articipants two ternis are reiommended. 

Purpose of Program: 

The Pnictitinjix Fni^ineer Aiharued Studv Program enabhs e\|Hniemed engineers and applied scientists 
to work in <lepih in ieth!U>l(»i^iial anas })eriinent to liieir professions. 1 he pM>g!;un provides an opfK)rtunitv 
for ke»v {K'ople from imlusuv goveounem. and education to brt)ailen and dee|R*n their tethniial comjWMeiue, 
to prepare for lontinuetl k\ deiship in an age of unparalleled tcihtu>logical change. 

The Program! 

The entire si^eitnmi o{ M.I.T. activities is made available: imdergraduate and graduate subjects, semi* 
nars, colUMpiia. and reseanh. The Cienter olfers, in additiotu sj)ecial subjeits and seminars open only to par- 
ticipants enrolled in the l*r:ieticing Kngineer Advanced Studv Program. 

Tlie fcumat <>f the Progiam is one of great flexibilitv. VmU Fellow works out an individual program in 
consultation with M.I/1\ luultv. S<>me partidpants <anv a snbstaiuial lo:ul of f<innal classroom subjects. 
Others dehe lUeplv inio useartli frontiers, following and digesting emerging tedmology and evaluating its 
relevance to their home <>rgani/ati<ms. 

*rhr Center fot Advanced Fngineering Studv conducts weekh seminars during the fall and spring terms, 
tlesigtied tt» aupMiiu thv l elNiws willi im|)ort:int emerging fields or new developments. 

.\ cenifuaie is awarded following s«uisfa(totv completion of the Progiam. (irades will be recorded for 
th<»se MJ. I . subjects that are taken for credit. 

Qualifications and Selcrtion of Nominees: 

I he pi imar\ leqnisiies f(ir admi^^sioti !o tht* Po>g'*iJ" -'ire several vears of piofc»ssional exfXTience, a 
lecoid of past ptnfessional accomplishment, evidence of sciious intent, intellectual maturitv, and the technical 
backiiionnd neechd \nr p.ii licipation in legular M. TP. subjec is and other schohuly activities of .M J.I . 

Seleition criiena will include: the leh value of the piogram which the candidate pro|)oses to follow 
while at MI. I. to tlu candidate's picNrnt bai ki»M>uncl .iiul lesjH.nsibililKs ami liiiure tespotisibilitics at 
the home oitjani/ation. 

.\pplicaiif>ns for the fall term should be nceived befoie July 1: for the spring term lieO^re December 
1; foi the Hinnmei ic'ini before March 1. 

Information: Center for Advanced Engineering Studv 

Massachusetts Institute of 'lecfmolog\' 
Cambridge. Massachusetts 02139 
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The Science and Technology Fellowship Program 



sponsor: U.S. DeiKirtment of Commerce 



Duration: Ten months. September to June 



Purpose of the Program: 

W\c Conmurtc Stinue Fellows arc !)roiij|r!u lojjithor for the stiuly of national and huernaiional issue? 
related lo the ilevi hipnirnt and applicaticm «»! science .nul tcchn<ilojr\. Ihe OnnSki pm^^ram c^iuUavors to 
butld a clearer understanding uf the fuUowiui^: 

• the criteria for choice among scientific and lechnit al programs: 

• the economics of fistal policy and the buciget for science in Government; 

• technological innovation as an element in the nation s economic growth; 

• scientific manpower as a problem of national policy; 

• the role of higher management in decisions on technical programs; 

• science and tedmolog\* in world affairs; and 

• the organization of scientific activities in the Federal Government. 



The Program: 

By combining an intensive educational and orientation program with actual work assignments, the 
0)m.Sci program tosiers yicatcT awareness t>f ihe tcihuical attivitic-s and piohlmis existing in other agencies 
ul the go\ernmetu. tlu^iehx |>io\itiing motivation and en(our;igetnent for the dexelopnieiu ot coo|)erative 
endea\ors antl programs. 

The program includes a variei\ of special events, iotuies. seminars, visits, conferemes. fielil trips, and 
interactions with kev people from both the public and piivaie sectois. ParticipuUs will sfHiid tmv week on 
(:;ipitol Hill in an intensive conji^ressitHial orietuation. one week witb the Brcxikings Institute. S«ience Policv 
Cimference and take two week limg fieltl trips for on sight inspettion of scientific institutions and industrial 
complexes. 



Qualifications and Selection of Nominees: 

Each vear fourteen to sixteen nominees are :iccepied to th< pn>gram. largelv fioni bureaus of the Depart- 
ment of (ionnneue. ;ilthough Oinunerre weloMucs liniitci^ oiUsidt* participation. (:;uulidates aic- nominated 
by their institiue directors, through the buieau chief to tlu- Assistant Secrc»tarv of Connnme for Science 
and rcchnt)louv. The program is primarilv for scientists giade (iV-l } and ab<ive :dthougli luwvers and econo- 
mists have t>cnefitted. Nominations shoidd be made lH*fore jime I. '>» starting aliout .April 15. 



Information: Program Director 

Office of Assistant Secret :?rv of Dimmercc 

for .Science and Fechnologx' 
Room 3877 

Department of Commerce 
Washington, D C. 20230 




The Stanford^Sloan Program 



sponsor: stantord L*ni\iTsity 

Location: (.i.uliuic School ol lUiNincss. Stanfoul. (iiUfornia 
Durattcm: \itic months 

Purpose of the Program: 

The Stanfnrd Sloaii Proj^rain is drsijuncil to i;ivc exccpiionalU able nouiijt cNtvutives an opportiinitv to 
make an inictisivc stnd\ oi new (onirpts and ilrM-lopnients in luisinos. lo ilc\dnp a top iuanagnncnt per- 
spei tive. ami ti> hioaden their inicllcctiul horizons. 

I lie Stanfoid Sloan lMo,i»iam stioscs the tnll( mini? specific objectives: 

• \o develop a better undcrstaiulinj^ of the economic, social, and poliiical environment of business: 

• to de\elop :i lopniatia Yemeni perspective, an aptituile for consideiinfr problems from the viewpoint 
of the entire organization: 

• to dcNtlop niana|i>erial skills anil Uihniijnes and a breailth of vision beyond ihc scope of the em- 
plo\ee*s own area of activity; 

• to provide the oppntmntv for practical ojx?rating exeintives to study under the guidance of out- 
standing professors; 

• It) develop increased competence in particular areas of specialization through individual research 
and extensive directed reading. 

The Program: 

The course of stuth is built around the basic processes of management, planning, organizing, coordinat- 
ing^. ni<>tivating. atul coniiolliiig. Aitentioii is given to f>oih ilu- intern:d and external environmental prob- 
lems ot tin- oi^.niization. Fe:uuies of the program intinde: inili\idual siudv antl development; special top- 
man.i^eniem scniinais; reseau h c\iH*rience: small group seminars; and field trips. 

Altliouuh tlK Fellows tollow a common course of siuilv. manv elective subject? are available through* 
out die uni\ersii\ lor those desiiing to take a limited anumnt of s|x^cial work in a particular field of interest 

.\ppro\iui.iteK two-thirds of the Fellows time is spent in regular program seminars, with the other 
thiid ot their \\\\u' Ijeing de\oted to directed reading, to indi\itlual research, to field trips, and to supple- 
mental \ iouise work. 

Qualifuations and Meet ion of Nominees: 

Nominees nnisi ha\e tlie fidl endorsenuMit of the loj) ni.inagenuMit of their activities. 'Fhev must have a 
b;ichelor\ degree iiom an acirediittl (ollej^e oi nui\ersii\. anil they should ha\e had apj)io\imatel\ ten \ears 
of woik e\|H'rien(e. I his evperienie should Ikinc shown e\ idiiue o| managerial iapabilit\ plus demoustiatcd 
|x)tential loi .uhantniuiu to high level manageiial assignmenis. .N'oinially the nominee will be at G.S-14 
or above. 

Applii.itious |«n admissi(M) shf)uld be filed as earlv as possible. Decisions on applications will be made 
aln r April r». 

Infonnation: Director, the Stanford Sloan Program 

Graduate School of liusiness 
Stanford Tniversitv 
St.inford. California 01305 



ERLC 



